EFFECT OF HUMAN RESOURCE PRACTICES ON PERFORMANCE OF EMPLOYEES IN PRIVATE HOSPITALS IN KENYA:  A CASE STUDY OF THE AGA KHAN UNIVERSITY HOSPITAL, NAIROBI by NJOKI, GITAU JOYCE
  
 
 
EFFECT OF HUMAN RESOURCE PRACTICES ON PERFORMANCE OF 
EMPLOYEES IN PRIVATE HOSPITALS IN KENYA:  A CASE STUDY OF THE 
AGA KHAN UNIVERSITY HOSPITAL, NAIROBI 
 
 
 
 
 
 
 
GITAU JOYCE NJOKI 
  
 
 
 
 
 
 
A RESEARCH PROJECT SUBMITTED TO THE SCHOOL OF MANAGEMENT 
AND LEADERSHIP IN PARTIAL FULFILLMENT OF THE REQUIREMENT 
FOR THE AWARD OF BACHELORS DEGREE IN MANAGEMENT AND 
LEADERSHIP AT THE MANAGEMENT UNIVERSITY OF AFRICA 
 
 
SEPTEMBER, 2017 
 i 
 
DECLARATION 
Declaration by the Student  
This project report is my original work and has not been presented for a degree in any 
other university.  
 
Signature: _____________________________  Date: __________________ 
Joyce N. Gitau      
BML/9/00265/3/2014    
            
Declaration by the Supervisor 
This project report has been submitted for examination with my approval as University 
Supervisor. 
 
Signature:   _________________________________  Date: ________________ 
David Kanyanjua              
The Management University of Africa 
 
 ii 
 
 
 
DEDICATION 
I would like to dedicate this work to my very dear family, my husband Duncan, my 
children Muthoni and Gitau for the unceasing support during my study.  May God bless 
you always. 
 
 
 iii 
 
 
 
 
ACKNOWLEDGEMENT 
I wish to thank the Almighty God for the opportunity to study and for making available 
all the resources that I needed in my three and half years of study.   Mr. Simon Obwatho, 
my lecturer in Research Methodology who totally changed my perspective of Research.  
My classmates, students of cohort 9 of 2014 have also been very supportive and 
encouraging and made the 3 1//2 years journey fun-filled and exciting.  Back in the 
office, my sincere gratitude to Dr. John Tole who has been very instrumental and really 
encouraged me to pursue this degree.  Dr. Tole, I will forever be grateful for all the 
support you have continuously accorded to me during my study.  From the bottom of my 
heart, I also would like to direct my sincere gratitude to Mr. David Kanyanjua for guiding 
me in writing my proposal and now this final project report.  Thank you very much,  
Mr. Kanyanjua, for your selfless support, patience, guidance and advice that you offered 
me during the write-up of this paper. Your continued encouragement inspired me to 
completion of my report.  May God Bless you. 
 iv 
 
ABSTRACT 
The purpose of the study was to explore how Human Resource practices affect 
performance of employees in private hospitals in Kenya. The motivation towards this 
study was to determine the effect of Training and Development on performance of 
employees in private hospitals; to assess the impact of Promotion on employee 
performance in private hospitals; to evaluate the effect of Motivation on employee 
performance in private hospitals and finally to examine the effect of performance 
appraisals on employee performance in private hospitals.  The study will be of benefit to 
the management of the Aga Khan University Hospital and also to management of other 
private hospitals in the country, should the recommendations be implemented.  
Descriptive research design was used in collecting the data. The target population were 
employees of the Aga Khan University Hospital, Nairobi. The researcher used simple 
stratified random sampling procedure to select a sample size of 100 respondents, 
representing 15% of the total population which is representative for academic purposes.  
Questionnaires were used for collecting data which was then analyzed using statistical 
tools and presented quantitatively and qualitatively. The data analysis was done using 
quantitative and qualitative techniques. Graphic methods were used and data presented in 
frequency distribution tables that facilitated description and explanation of the study 
findings.  The researcher then recorded the findings by use of tables, graphs and charts. 
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CHAPTER 1 
INTRODUCTION 
1.1  Background of the Study 
Human Resource Management (HRM) is a strategic and logical approach to the 
management of an organisation’s employees.  Employees, who are regarded as valuable 
assets in any organization, work either individually and/or in teams, while contributing to 
achieving the set goals of an organization. (Armstrong, 2009).  Wright and Boswell, 
(2002) defined HR practices as a set of organizational activities whose aim is to manage 
human capital while ensuring that this human capital is employed towards the 
achievement of organizational objectives. The implementation of certain practices of 
human resource management comes with capacity to positively influence organization 
performance by creating powerful connections when certain blends of practices are 
unintentionally put together. (Wagar and Rondeau, 2006).  Therefore, the assumption that 
HRM is a service that can be provided by any individual in a manager’s position, 
including to select and recruit, appraise and train not forgetting to compensate, is 
misplaced.. 
 
Until recently, not many organisations believed or even considered that having the right 
people doing what they are qualified and possess skills in would greatly contribute to an 
organization enjoying competitive advantage.  Organisations have, with time, realized the 
potential their employees have, as a source of their business gain or their businesses to 
thrive in a very competitive market environment.  In the past, the HR functions were 
performed by “Personnel Managers” who were fully responsible for the selection and 
recruitment of employees.  The personnel managers were also responsible for conducting 
performance appraisals, promotions, demotions and terminations of employees, where 
necessary.   
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These functions, which were prescriptive, could easily be performed by other managers 
and hence, organisations did not see the need to employ experts HR Managers who had 
appropriate training and skills.  Establishment of a dedicated HR department to carry out 
the entire function was not found to be worthwhile.  
 
An organization traditionally looked at as a set up whose main aim was to produce goods 
and services for purposes of making money for it. Today, the world of business is 
changing very fast, hence businesses becoming very competitive.  In the service industry, 
for example, organisations need to maximize utilization of all their resources, including 
human resources, to the full advantage of the organization. Competition among 
organizations is high and changing fast and hence, the need and necessity to maximize 
the potential of the human resource capital available which is necessary for any 
organization’s survival.  According to findings of a  research carried out, (Barney, 1991), 
it is evident that organizations are capable of creating and sustaining reasonable positions 
through management of its valuable and rare  internal resources which can neither be 
substituted nor imitated.  HRM has evolved from policies which existed but were never 
implemented to the latest practices which are results oriented.  This evolution of HR 
practices led to establishment of functional, skilled and more performance oriented HR 
departments in organizations through the implementation of well-defined policies and 
procedures.  These policies and procedures address issues on recruiting and selecting, 
training skilled employees and directing their best efforts to the well-being of the 
organization. Through the use of the talented and skilled staff, organizations are now 
focused on achieving greater performance.  
 
Having a successful business means being able to have and keep the people that make it 
all possible – the employees. In order for HR practices to be positively effective, they 
ought to be legally and ethically acceptable and all-encompassing.  This way, employees 
will produce greater results in business than when management attempts to 
control/manage employees in a haphazard fashion. Researchers have, therefore, come to 
an agreement that business performance is not a direct product of either HR practices 
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and/ or systems.  There is no direct relationship.  However, the HR practice and systems 
have been found to have influence on organizational resources such as the human capital 
or the behaviours of the employees, which is what, in the long run, leads to improved 
performance. (Delery, 1998).  Human capital cannot be substituted (Wright, McHaman & 
McWilliams, 1994) because the each individual’s skills and ability would determine the 
outcomes of competitive advantage.   
 
Good HR practices are believed to contribute to improved performance in organisations.  
However, since is only a one-sided connection, it is deemed not to be satisfactory.   
(Edwards & Wright, 2001).  Other studies carried out have shown positive relationships 
between HR practices and different measures of organisations’ performance.  While 
sampling his worldwide auto assembly plants, MacDuffie (1995) concluded that bundles 
of HR practices were related to productivity and quality.  This has, however, been 
critiqued and proven by (Huselid, 1995; Ichiniowki et-at., 1997) in his studies which 
revealed that organisations which excel in their businesses tend to be those which can 
afford and sustain prestigious/ classy HR practices.  Other studies (Katou & Budhwar, 
2007) argue that HR practices do not lead directly to business performance but influence 
employee motivation which, ultimately influence their performance. Hence, the focus has 
mainly been limited to the linkage between HR practices and organizational performance. 
Consequently, there is need for additional robust and quantitative evidence to support the 
HRM-performance link and investigations from different contexts (Aycan, Al-Hamadi, 
Davis & Budhwar, 2007). 
   
The human resources practices that are most effective include capable and all inclusive 
HR leadership, which includes a HR Manager or an HR team, experienced in handling 
employee grievances, legal issues and organizational development. A successful HR 
Manager will have both the on-the-job experience and educational skills to effectively 
lead the staff of a company.  The desire of HR practitioners to demonstrate the value of 
what they do for an organization has a long story.  Drucker (1954) referred to personnel 
managers as constantly worrying about their inability to prove that they are making a 
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contribution to the organization.   Stewart (1996) echoed the same sentiments when he 
described HR leaders as being “unable to describe their contribution to value added 
except in trendy, unquantifiable and would-be terms”.  Examples of common HR 
practices include recruitment and training.  Recruitment is involved with evaluating 
staffing needs in the department, based on the growth of the department and the 
workforce requirements to meet set goals.  Based on the needs, HR plans and facilitates 
recruitment of required personnel while also planning for training in areas of need. 
  
In order to remain competitive and at the top position in the market, both locally and 
internationally, an organization must successfully and effectively exploit its resources 
and competencies. HR specialists should be the point persons responsible for the 
formulation and implementation of the overall Operational HR policies.  These policies 
should address, among others things, issues pertaining to recruitment and selection, 
performance appraisal, training and development, promotions, benefits administration, 
involvement in organizational change processes and decision making. Line Managers can 
also be instrumental in assisting organisations achieve competence and cooperation with 
management, team work & commitment among employees, motivation and employee’s 
retention. 
 
For organisations to effectively function, HRM should be allowed independence of 
practice, as a department, in an organization and the practice not left in the hands of 
unskilled and unqualified department managers who do not have what it takes to run a 
fully-fledged HR department.  The roles and functions of a well-trained and skilled HR 
manager, in any organization, are very demanding and voluminous and therefore, HR 
should be placed where it belongs in an organization set-up. This study aims to assess the 
extent, if any, to which specific HR practices may contribute to growth of firms through 
improved employee performance. The study will review a rich literature on the links 
between employees’ performance and Training and Development; Motivation; 
performance appraisal and promotion as some of the key HR practices.  
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1.1.1   Profile of Aga Khan University Hospital, Nairobi 
AKUH, N is a non-profit-making Institution, founded in 1958 by His Highness The Aga 
Khan.  The organization was founded on four principles of Quality, Relevance, 
Accessibility and Affordability. It has a 280-bed capacity and offers outpatient services to 
approximately over 400 clients on a daily basis. It operates various specialist clinics e.g. 
in all fields of medicine, i.e. Internal Medicine (diabetic, Cardiology, Oncology, 
Neurology, Nephrology clinics, etc), Surgery (Eye, othorpaedic, Neurosurgery), 
Paediatrics/Children’s clinics, among others.  
 
It has a team of both full time and Part time employees, who include, doctors, nurses, 
clinical, non-clinical staff and faculty members. In July 2005, the Hospital went through a 
major transformation to a teaching hospital.   
 
The university hospital now offers Masters’ Degree training in specialties like Surgery, 
Medicine, Anaesthesiology, Paediatrics and ChildHealth, Family Medicine, Imaging and 
Diagnostic Radiology, Clinical & Anatomic Pathology and Obstetrics & Gynaecology. 
The optimum decision to upgrade the Hospital to a tertiary level referral and teaching 
hospital was taken in order to respond to the health care needs of the people of East 
Africa. AKUH, N is a premier provider of ambulatory care and quality in-patient 
services, including critical care.  
 
Some of Aga Khan University Hospital Nairobi’s (AKUHN) challenges include 
sustaining themselves financially through provision of health services and at the same 
time fund their new development programs due to the stiff competition both locally and 
globally. AKUHN runs a greatly valued welfare program which extends medical services 
to the needy who are not financially able to cater for the services.  In addition, there is a 
high demand for high quality services, increased workforce, specialized skills, and more 
space and research facilities. All the above challenges require re-invention of the 
Institutions corporate strategy to be able to cope with the current demands. 
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The AKUH, N embarked on Quality journey in the year 2011 seeking to get International 
recognition and accreditation, and the fruits of this journey were born in June 2013 when 
the hospital became the only health care provider, in East Africa, to be accredited by the 
Joint Commission International Accreditation (JCIA), which is an American based 
Accreditation organization.  The hospital was later re-accredited in July 2016 by the same 
organization.  AKUHN remains one of the most comprehensive hospitals with specialists 
in every field of medicine.  
 
1.2 Statement of the Problem 
Human Resource (HR) practice is one of the key determining factors of the performance 
of employees in the private sector in Kenya. A successful organization is one with 
workers who are able to deliver effectively to the customers’ demands. The employees 
cannot effectively perform unless they feel satisfied on different areas of the organization 
running.  The organizations have been noted to have different performance level whereby 
it has been noted that there are some organization which are able to deliver effectively 
while the other organizations are not able to give the desired output. The concern has 
come on the ways in which mechanism can be put in place in regard to human resource 
practices to enhance high performance by employees in the private hospitals. The study 
identifies how reward may affect the employee performance in private hospitals. The 
need is there to evaluate the effect of training and promotion to an employee’s 
performance in private hospitals in Kenya.  Employee involvement in decision making is 
thought to be affecting their performance since they can air out their views and on the 
other hand they have a feeling of being considered as part of the organization thus feeling 
motivated to perform. The needs created the necessity of the study to be carried out in 
order to come up with the ways in which the organizations can enable high performance 
of employees in the private hospitals in order to have better service delivery by the 
employees.  
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In the recent past, about 3 years now, there has been a very high employee turnover and 
poor performance of employees.  Many cases of disciplinary issues amongst employees 
have also been on the rise.  If the issue at hand is not addressed, high employee turnover 
is likely to increase and this will mean losing the qualified and experienced employees to 
our competitors.  It is for this reason that the researcher felt the need to evaluate the 
factors which contribute to poor employee performance, high labor turnover and many 
cases of indiscipline leading to massive loss of resources in the organization. 
 
1.3 Objectives of the Study 
1.3.1 General Objectives of the Study 
The general objective of this research is to evaluate the effect that HR practices have on 
employee performance in the private health sector. 
 
1.3.2 Specific Objectives   
i) To determine the effect of Training and Development on performance of  
employees at AKUH, N 
ii) To assess the effect of Promotion on employee performance at AKUH, N 
iii) To evaluate the effect of Motivation on employee performance at AKUH, N  
iv) To examine the effect of performance appraisals on employee performance at 
AKUH, N  
 
1.4 Research Questions 
i) How does Training and Development affect employee performance at AKUH, N 
ii) To what extent does Promotion of staff affect employee performance at AKUH, 
N? 
iii) How does Motivation help improve employee performance at AKUH, N? 
v) How does performance appraisal impact on employee performance at AKUH, N? 
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1.5 Significance of the Study 
The study is of great significance to management of private hospitals since it highlights 
the major factors that affect employee performance leading to demotivation and poor 
performance. This will assist the organization management on how to best implement 
ways which can enhance performance of employees in the hospital.  
 
If the recommendations from the study are implemented, there is likely to be increased 
employee performance, reduced employee turnover which will lead to better and quality 
services delivered by the organization to the public, high quality customer care service 
will be enhanced and greater customer satisfaction will be enhanced.  
 
The study is also of great significance to future researchers since it acts as a source of 
information on employee performance and this will enrich the literature review of future 
studies. The report acts as reference and stimulates the interest among academicians and 
thereby encouraging further researches on recognizing employees as valuable assets in 
organizations. 
 
1.6 Scope of the Study 
The research was carried out at the Aga Khan University Hospital in Nairobi between 
June and August 2017.  The study targeted 100 respondents who included Senior 
management, middle level management and other staff (medical doctors, Nurses, allied 
health staff and subordinate/support staff).  
 
1.7  Chapter Summary 
This chapter presents the background of the study and the statement of the problem 
indicating why the researcher is carrying out the study.  The chapter also gives some 
background information about AKUH, N which is where the research data will be 
collected from. It also highlights the objectives and significance of the study.  
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CHAPTER 2 
LITERATURE REVIEW 
2.0  Introduction 
This chapter explored the literature review of similar research studies.  This helps to 
orient the readers on what has been done by past researchers to address the research 
problem. Literature is reviewed from journals, books, working papers, reports and 
periodicals 
2.1  Theoretical Literature Review 
This research was based on Victor Vroom’s expectancy theory and Herzberg’s Two-
Factor Theory of motivation, which are discussed next. 
2.1.1 Victor Vroom’s Expectancy Theory 
Vroom (1964) expectancy theory is an approach that many believe goes far in explaining 
how people are motivated.  This theory holds that employees will be motivated to 
perform tasks in order to achieve a goal if they believe in the worth of that goal and if 
they believe and have confidence in their actions as helping them achieve the goal.  This 
is, in a sense, a modern expression that Martin Luther observed centuries ago when he 
said “Everything that is done in the world is done in hope”. According to Vroom, an 
employee's performance is based on individual factors such as personality, skills, 
knowledge, experience and abilities.   
 
This theory also assumes that behavior results from conscious choices among alternatives 
and whose purpose is to maximize pleasure and to minimize pain.  An employee’s 
performance, is based on individual factors such as personality, skills, knowledge, 
experience and abilities. (Vroom, 1964). 
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The expectancy theory of motivation explains the behavioral process of why individuals 
choose one behavior over the other.  Vroom uses Expectancy (effort which leads to 
performance), Instrumentality (performance leading to outcome) and Valence (outcome 
leading to reward) as the variables to account for this theory.  He goes ahead to define 
expectancy as the belief that increased effort will lead to increased performance.   
 
Expectancy will typically be affected by availability of the resources required to perform 
a task, possession of the right skills to do the job and having the necessary support from a 
supervisor or someone in authority, to get the job done. Expectancy theory, whose final 
outcome is motivation, is a product of expectancy, instrumentality and valence. (Dörnyei, 
Z., & Ushioda, E. 2013).  Force of Motivation is a guiding force of specific behavioral 
alternatives, which are recommended, in case individuals opt/ select various behaviors.  
The apparent probability that effort will, almost naturally, lead to good performance is 
the Expectancy.  Some of the variables that will affect an employee’s perception of 
expectancy include, but are not limited to, how efficient one feels they are or self-
efficacy, perceived control and goal difficulty.   Past experience, self-confidence, and the 
perceived difficulty of the performance goal are some of the parameters that one can use 
to measure the expectancy levels of their desired performance. 
 
The range of expectancy can be from zero to one. When an employee’s expectancy is at 
zero, the individual’s biased probability is that his act may not yield results. Expectancy 
is also a person’s estimation of the possibility that effort will lead to successful 
performance. This belief is, similarly, based on the confidence a person has in his/her 
own capacities to bring skills to bear and influence outcomes.  
 
When an employee believes that if they perform well, then a valued outcome will be 
received; that is instrumentality.  It simply means “what is in it for me, if I do the job 
well?”  Will I be rewarded or how will I benefit?  Instrumentality is affected by how well 
one understands the rules of the game;  it is important to have a clear understanding of 
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the relationship between performance and expected outcomes, trust in the decision 
makers on who gets rewarded, and transparency of the entire process of deciding who has 
the best outcomes and therefore, should be rewarded. 
 
Valence refers to the value the individual personally places on rewards. Valence is also 
the importance that an individual puts on an expected outcome.  The person must prefer 
attaining the outcome for the valence to be positive.  An outcome is positively seen when 
the person chooses to attain the positive outcome by giving it more attention and detail, 
instead of not attaining it”. There can be a discrepancy between the anticipated 
satisfaction from an outcome (valence) and the actual satisfaction from an outcome.  For 
example, if an employee loves money and expects financial/ monetary rewards after 
attaining a goal, then they may not appreciate being offered time off or even a holiday 
from work as a motivator. Expectancy theory generally is supported by empirical 
evidence and is one of most commonly used theories of motivation in the workplace 
(Campbell and Pritchard, 1976; Heneman and Schwab, 1972; Mitchell and Biglan, 1971).  
 
2.1.2  Herzberg’s Two-Factory Theory of Motivation 
According to Herzberg (1959), a behavioural scientist, there are some job factors that 
result in satisfaction while there are other job factors that prevent dissatisfaction.  These 
two factors were categorized as Hygiene Factors or dissatisfiers and Motivational factors. 
Hygiene Factors are those that are essential for existence of motivation at the workplace.  
They do not necessarily lead to satisfaction but in their absence, there is dissatisfaction at 
the workplace.  The existence of these factors pacify the employees, therefore giving 
satisfaction.  The hygiene factors, also known as maintenance factors are required so as to 
avoid dissatisfaction.  They include salary/pay, organization policies that guide 
employees behavior, fringe benefits, like health care programs, physical working 
conditions which should be clean and safe and hygienic, and updated working equipment, 
employees’ status in the organization, interpersonal relations (between peers, superiors 
and subordinates) and job security, which the organization must provide for the 
employees. (www.managementstudyguide.com). 
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The motivation factors, (Herzberg, 1959) cannot be regarded as motivators, rather, they 
yield positive satisfaction.  The motivational factors, also known as satisfiers, motivate 
the employees for superior performance, are involved in performing the job and 
employees indeed, find these factors intrinsically rewarding.  The motivational factors 
include recognition; employees deserve to be praised and recognized for their 
accomplishments; sense of achievement: they should have a sense of achievement 
although this depends on the job; responsibility – employees must hold themselves 
responsible for the work and retain accountability.  Final motivational factor is 
meaningfulness of the work – the tasks themselves should be meaningful, interesting and 
challenging for the employee to perform and get motivated. 
The two factor theory is not free from bias as it is based on the natural reaction of 
employees. When asked about the sources of their satisfaction and dissatisfaction at 
work, they will more often blame dissatisfaction on salary structures, policies, peer 
relations, etc.  Employees will also give credit to themselves for the satisfaction factor at 
work. 
 
2.2  Empirical Literature Review 
Researchers have, over the years, been carrying out studies to establish and examine the 
link, if any, between the practice of HR and organizational performance.  Their findings 
have increasingly confirmed the importance of HRM as a component that greatly impacts 
on the effectiveness of an organization, thereby leading to improved performance.   
There is evidence, from empirical research revolving around HR practices and 
performance, that the HR practices have impact and do count when it comes to measuring 
performance in organisations. (Patterson, 1997; Guest, 2000; Thompson 2002; Purcell, 
2003).  Huselid (1995) pointed out that although organizations may not be able to sustain 
a competitive advantage because these practices are imitable (Barney, 1991), many 
organizations are not currently using these more effective practices.   
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In the short-run, therefore, organizations that adopt a greater number of these practices 
are likely to gain a short-term competitive advantage and enjoy superior performance.   
 
Pfeffer (1994), however, pointed out that the implementation of these practices is not 
always an easy task.  Therefore, he argued that it is unlikely that organizations can 
quickly or easily imitate the practices of the best organizations.  Findings of the studies 
were significant on impact of HRM practices on performance of employees.  
Organisations that have succeeded have record of having high regard for their HR 
practices as a crucial factor that directly affects the employees’ performance, and in a 
bigger picture, the organisation’s performance.     
 
Using banks as their case study, Richard and Johnson (2001) sought to find out, by using 
different performance variables, if strategic HR practice had any effect on performance.  
One of their major findings was that strategic HR practices are directly related to 
employee turnover and hence, did impact on their performance.  Employment security 
and job descriptions contribute uniquely to product/service performance, whereas profit 
sharing contributes uniquely to financial performance. 
 
While measuring HR practice against organization performance, it is important to 
differentiate between policies and practices/ procedures, (Wright and Boswell, 2002: 
263).  Policies are the organisation’s stated intentions regarding its various employee 
management activities, whereas practices/ procedures are the actual, functioning, 
observable activities as experienced by employees.  Van den Berg and colleagues (1999: 
302) noted that an organization may have many written down HR policies and top 
management may even believe it is practiced.  In most instances, however, these policies 
and beliefs are sometimes meaningless until the individual perceives them as something 
important to them or the organizational well-being.  Actual HR practices are applied by 
line managers on a daily basis and this has positive impact on employees’ perception 
about HRM practices applied to them. (Purcell and Kinnie, 2007). The successful 
implementation or failure of HRM practices depends on the skills of the managers 
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(Guest, 2011).  The effectiveness of HR practices is realized when employees act in ways 
that are needed for implementing strategies and achieving various business objectives.  
 
2.2.1 Training and Development and Employee performance 
Victor and Jonathan, (2013) conducted a research on training and manpower 
development, employee productivity and organizational performance in Nigeria using 
First Bank as a case study. The study used qualitative approach since the subject matter 
focused on human behavior. The study used primary data. The study applied structured 
questionnaires to a sample size of 75 drawn by simple random sampling. The data 
generated was statistically evaluated. The findings of the study show that majority (70%) 
of the respondents agreed that training and manpower development has enhanced their 
efficiency and job productivity.  
Frankling (2014) carried out a study to measure the impact of training and development 
on employee performance using ESCON Consulting Limited as a case study. The 
findings revealed that working conditions and a lack of resources affect the training and 
development of employees. It is recommended that certain areas be improved, that is, 
management support, the provision of feedback to employees and the conducting of 
employee training on a continuous basis. The findings showed that this would improve 
employee performance in the organization.  
 
Ashikhube (2013) carried out a study to establish the effects of dimension or scope of 
training and how they affected/impacted on employee’s work performance.  His study 
was carried out at, and data collected from employees of Mumias Sugar Company in 
Kakamega County.  After analysis of the data collected, the results showed the presence 
of positive and significant effect between the assessment of training needs and the 
performance of employees at Mumias Sugar Company. The contents of the Training, 
which were also evaluated during the study, were also found to positively influence the 
employee performance in Mumias Sugar Company Limited and the same findings also 
applied to training evaluation and employee performance.  Training was found to be a 
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catalyst of bringing-up-to-date the workers’ skills, leading to commitment, well-being 
and a feeling of belonging and hence, directly strengthening the organisations 
competitiveness (Action and Golden, 2002). 
 
Happiness & Michael (2014) also found out in their research work that there is 
affirmative relationship between training & staff development and organizational 
effectiveness. The study sought to determine the nature of the relationship between 
training/development and organizational effectiveness. The study concluded that 
effective training is an investment in the human resources of an organization, with both 
immediate and long range returns. James & Daniel (2014) conducted a research on the 
effects of training on health workers performances in Siaya County, Kenya. The general 
objective of the study was to evaluate if training impacted on the performance of staff, in 
any way, in the public health institutions in Kenya. The target population was the doctors, 
clinical officers, nurses and subordinate staff serving in public health facilities within 
Siaya County.  The data was collected through questionnaires.  
 
The findings were indicative of a strong positive relationship between training of 
employees and performance. Falola, Osibanjo & Ojo (2014) conducted a research on 
value of training and development on performance of employees and the organization 
competitiveness in the Nigerian banking industry. The results were indicative of a strong 
relationship that existed between training and development, employees’ performance and 
competitive advantage. Summary of the findings brought out a strong relationship 
between the dependent variable that was tested and the independent construct. This 
research, however, was based on the banking industry which is very dynamic in nature. 
Employees are trained on coming up with new products to compete in the market. It is 
thus important to carry out a similar study in a relatively rigid environment whereby, 
employees are trained on the everyday aspect of the job. This will help identify if they are 
perfecting their skills, and the impact that they have in their performance. 
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2.2.2 Promotion and Employee performance 
There are various ways that employees get rewarded for their performances, and the most 
common one is through promotions (Mone, E. M., & London, M. 2014). Promotion can 
be defined as the movement of a person to higher-level position in an organisation 
(Mondy & Noe, 2005).   
It is an opportunity provided by the organization towards its employees and normally 
only those who achieved the standard set by the organization may be promoted. 
Organizations reward highly productive workers with promotions, thus creating an 
inventive for other workers to exert greater efforts.   
 
Promotion usually gives employees a sense of job security, which in turn leads to 
improved performances in the workplace (Alam, 2015). In a study about analyzing 
promotion as a motivation factor among police in Uganda, Ddamurila (2004), reported 
that 52% of the current officers at one time earned a promotion in their job, and that was 
fulfilling enough to remain committed to the service. However, promotion was not the 
sole reason that made them to continue working in the police service. 60% of the police 
stated that lack of alternate employment and job security was some of the other reasons. 
Only 3.4% stayed at the job because of the benefits that come with promotions. Hence, 
there is need to replicate this research in an environment whereby, there exist other job 
opportunities. The study in Uganda consisted of both secondary and primary sources 
whereby, 20 questionnaires distributed to officers working in the Uganda Police Force. It 
is thus, necessary to carry out a similar research using a single data source to ensure that 
results are consistent. 
 
A research was carried out by Christine Godwin Peters (2014) on impact of promotion to 
employee performance.  The case study was on Dar-es-Salaam City council with the 
following variables:  To examine the implementation of promotion procedures, positive 
impact of promotion to the individual employees and organization performance; to 
determine customers’ satisfaction level with performance of the council in service 
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delivery and to identify the factors that hinder effective implementation of promotion 
practice to employees of Dar-es-Salaam city council.  The researcher claimed that the 
review of promotion identified a range of factors that have been shown to be consistently 
linked to employees’ performance.  These include motivation, remuneration, job 
satisfaction, good relationship, age and education, where the respondents recorded higher 
percentages.  According to the researcher, it was evident that the implementation of 
promotion practice was faced with challenges such as budget constraints, delayed salaries 
and training opportunities as it was recorded by respondents.  The research accepted that 
there is a positive relationship between promotion and employee performance, (Peter, 
2014). 
 
According to a study by Ferrin & Kurt (2003), intrinsic motivators such as professional 
travel, as opposed to extrinsic motivators such as cash, appear to lead to greater intrinsic 
motivation, job enrichment, and involvement in professional activities. So teachers who 
select the professional travel rewards are motivated than select the cash (Larry, 1989). 
The study was intended to examine the effects that income and pay satisfaction have 
upon employees across different structural settings. Specifically, the relationship between 
income and over time for professionals is significantly higher than that obtained for 
clerical workers. These data challenge the common assumption that intrinsic 
considerations are necessarily more important for generating positive work attitudes and 
behaviors among professionals. In fact, for pay satisfaction, the correlations are stronger 
for lower status occupations (Cohen & Gattiker, 1994).  Rewards had a positive impact 
on subjects' task performance. It was also found that feedback interacts with choice and 
with rewards to produce a significant difference in performance. Employee who has 
rewards choice and feedback right their performance is high. So employees who have no 
right to select a reward and provide feedback performance is low (Steve & Luthans, 
1992).  If the very skilled employees are not motivated to perform, then their 
effectiveness is likely to be partial.  
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The Institute of Interdisciplinary Business Research (2011) carried out a study, on 
employees of both public and private sector organisations in Pakistan.  The research was 
to study whether compensation, performance evaluation and promotion, had any impact 
on employee performance.  These variables were identified as the collective HR 
practices, which were found to be common and applicable in both sectors, i.e. private and 
public.  Interesting outcomes were revealed and were indicative of two of the 
independent variables, i.e. compensation and performance evaluation, have a positive and 
significant relation with employee performance in both public and private sector 
organisations of Pakistan.  Strangely, promotion did not have any significant association 
with the dependent variable, which was employee performance, in both sectors and there 
were reasons for it.  In most instances, promotions were found to be unclear and vague 
and were being awarded without any criteria or merit; promotional activities were also 
found to be vague and unclear.  The researcher felt that outcomes of such activities are 
often not disclosed.  The researcher concluded that there is a direct connection 
employees’ performance which is comparable to organizational performance which, to 
economic growth in the long run.  Secondly, employers are under obligation, by Law, to 
practically evaluate performance, compensate employees maximally and promote the 
hard working and deserving workers (Raja, 2011).   
 
There are however, mixed reactions on promotions as a determinant to great performance 
on employees.  However, it is evident that most researchers associate promotion as a 
form of reward towards employee satisfaction, whereas, from studies carried out, it is a 
secondary determinant to performance of employees.  The effect of HRM on 
performance depends on the workers’ responses to the practices, so the impact will move 
in direction of the perception of HRM practices by the employee. (Wood 1999 & Guest 
2002) has stressed that a competent, committed and highly involved work force is the one 
required for best implementation of business strategy.  
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2.2.3 Motivation and Employee performance 
Motivating labor force to work more effectively to achieve the objectives of the 
organization is probably the hardest task of any management team.  Motivation is one of 
the most important factors that influences organizational performance as it enables 
managers to improve effective job management amongst employees in organizations 
(Shadare 2009). Motivation can be defined as willingness by an individual to perform a 
task to satisfy a need (Hoffmann, 2006; Luthans, Luthans & Luthans, 2015).  
There exists two types of motivation; intrinsic and extrinsic motivation. Intrinsic is 
whereby, a worker is motivated to work due to the fun and joy that comes with 
performing the tasks assigned, whereas, in extrinsic motivation, a worker is motivated to 
work in order to avoid repercussions such as punishment, or in order to impress and earn 
a promotion (Hoffmann, 2006; Owusu, 2012). 
 
Abraham Maslow’s hierarchical theory of needs, Herzberg’s theory of motivation, and 
McCelland’s theory of needs all are in agreement about the specific issues that managers 
can address to assist their subordinates rise from the lowest level of management to self-
actualization. Abraham Maslow’s theory of needs indicate that employees who have 
reached the self-actualization stage are likely to work at their maximum creative potential 
when their needs are met, (Luthans, Luthans & Luthans, 2015). They agree that by 
endorsing a healthy workforce, providing financial security, providing opportunities to 
socialize and recognizing employees “accomplishments boosts employee satisfaction and 
their physiological needs which in turn also increase their performance (Hoffmann, 
2006).  
 
A research conducted by Owusu (2012) about effects of motivation and employee 
performance among banking employees concluded that; they always perform best when 
motivated. Motivation came in different packages such as; promotion, pay rise, among 
others. The research involved a survey of 95 employees of Ghana Commercial Bank. 
52% were female, while 48% were male. All those interviewed had worked there for 
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more than five years, and in between, the bank had improved its profit earnings by 36% 
between years 2006-2010. This was attributed to growth in customer base, and loans, 
translated from employees’ throughout. A similar research was conducted in Ghana’s 
manufacturing industry, whereby 120 employees were interviewed through 
questionnaires. 59.2% were male, while 40.8% were female. Ackah (2014), reported that 
52% of those interviewed claimed to lack motivation to perform well in their jobs, while 
48% felt motivated. Those who lacked motivation gave their reasons as; lack of 
recognition, feeling undervalued, long working hours, among others. It is thus important 
to conduct more research in order to identify the de-motivating factors and how they can 
be overcome in order to improve employee performance. 
 
A motivated employee is receptive of the defined goals and objectives which individuals 
must achieve, therefore individuals direct their efforts in that direction. Organizational 
facilities will be grossly underutilized if the organisation lacks motivated people to utilize 
these facilities efficiently. Employee motivation and performance are key factors in 
growing a business.  Owners, managers and supervisors know positive motivation leads 
to better performance and higher productivity but may rely on the wrong tools that will 
create dissatisfaction among employees and leads to poor performance. Motivation 
intensifies the willingness of the workers to work, thus increasing effectiveness of the 
organization. Overall Organizational goal is to develop motivated employees and support 
their morale regarding their respective works for better performance (Shadare 2009). 
 
From the above research findings, it is evident that previous researchers acknowledge 
motivation as a driving factor to organization performance by employees.  However, the 
type of motivation applied may vary from one industry to the other.  Motivation may also 
be determined by individual demographic characteristics. 
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2.2.4 Performance Appraisal and Employee performance 
Performance Appraisal is a consistent, periodic, and an independent rating of an 
employee’s performance in matters pertaining to his present job and his potential for a 
better job (Flippo, 1984).  Performance appraisals can be done either annually or semi-
annually for purposes of monitoring performance.  The appraisals help in systematically 
evaluating the performance of an employee against assigned tasks. Performance appraisal 
has become a-must-have tool/ process in many organisations because outcomes of such 
appraisals are useful in decision making in matters of employees’ promotions, merit 
salary increments, transfers and separations, identification of training and development 
needs, among other things. Performance appraisal may also, overall, increase employees’ 
commitment and satisfaction in an organisation. (Wiese and Buckley, 1998). In some 
organizations, pay increments are based on performance appraisals, which make them 
objective and motivating especially to high performing and results oriented employees. 
In a study about the effects of human resource practices on employees’ performance in 
the Pakistani’s Telcom sector, Marwat, Qureshi & Ramay (2009), reported that among 
other HR practices, performance appraisal was positively correlated with employee 
performance at 0.47, which indicates a strong correlation. 60 questionnaires were 
distributed over to employees in the telecom sector, whereby the response rate stood at 
96%.  Hassan (2016), also concluded that performance appraisal is positively correlated 
to employee performance. The study was also conducted in Pakistan, whereby 68 
respondents were interviewed. Pearson correlation was used in measuring the correlation 
of the various HR practices with employee performance. Performance appraisal had a 
0.79 correlation with employee performance. The study concluded that HRM practices 
have an influence over employee performance (Hassan, 2016). 
 
Several studies have recommended and emphasized on the importance of defining, 
planning and managing performance, with the employees, before evaluating the same. 
(Pareek and Rao, 2006).  This will ensure that goals are initially set and agreed upon, and 
it is against these goals that performance will be measured.  Many organisations have 
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been forced to change their practice from being reactive to being proactive, implying that 
organisations are now more proactive than reactive.  What this simply means is that 
organisations now practice proactive performance management as opposed to reactive 
performance appraisals.  This has been found to be necessary in boosting productivity 
and improving organization performance, while enabling the organization to have a 
competitive advantage in the highly economically competitive environment. (Nayab, 
2011).  Performance management encompasses planning and appraising performance, 
and thereafter, sharing outcomes or giving feedback to the employees.  
 
In cases where outcomes are below expectations and not encouraging, management 
should offer counselling services to employees, while highlighting areas that need 
improvement on their performance. Counselling may be used as an avenue for employees 
to perhaps highlight any issues, personal or not, that hinder them from performing or 
achieving their goals.  Performance management is an organized process for raising 
performance standards in an organization through increasing its employees’ performance.   
(Armstrong, 2006). Different firms, however, have different HR practices and policies, 
and it is therefore, important to understand if the difference in HR policies usually 
influences the performance of the employees in other sectors of business. 
 
2.3 Summary and Research gaps 
In all the studies analyzed in this research, all conclusions allude to the fact that the HRM 
practices such as Promotion, Training & Development, Motivation, and Performance 
Appraisal and including recruitment as well, have effects on employee performances. 
However, they all might differ in relation to the policies of the companies or even the 
countries in which the research was conducted. More so, the companies analyzed are in 
different industries and some practices such as training and development might have 
different approaches. A good example is the research conducted among Ghana 
Commercial Bank Employees. The employees are trained on coming up with new 
products due to the dynamic nature of the banking industry.  
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They are trained on new skills of coming up with new banking products in order to 
remain competitive in the market. The results of such a study cannot be directly 
compared to an industry which is not that dynamic. Thus, important to carry out a similar 
study in a relatively rigid environment whereby, employees are trained on the everyday 
aspect of the job. This will help identify if they are perfecting their skills, and the impact 
that they have in their performance. 
As far as promotion is concerned, the research conducted in Uganda also focused in a 
very different industry. It also cannot be translated directly, but it can be used as a 
benchmark. There are different reasons apart from promotion that keep the police in their 
workplace, and make them to work hard apart from promotion. Thus, there is need to 
replicate this research in an environment whereby, there exist other job opportunities.  
 
The HR practice of motivation, according to the literature comes from various factors. 
Demotivation also arises due to selected factors that may vary according to the workplace 
policies. In the study analyzed in the literature in Ghana’s Manufacturing Industry, 
respondents that felt demotivated gave reasons such as; lack of recognition, feeling 
undervalued, long working hours, among others. Different countries have different 
working policies in terms of minimum and maximum working hours. It is thus important 
to conduct more research in order to identify the de-motivating factors and how they can 
be overcome in order to improve employee performance 
 
In performance appraisal, the selected literature was from two studies conducted in 
Pakistan. They are from firms in different industries with different policies. Firms have 
different HR practices and policies, and it is important to carry out a similar research, not 
only in a different institution, but also in a different country such as Kenya. It is also 
important to understand if the difference in HR policies usually influences the 
performance of the respective employees.  This study aims at filling the gaps identified in 
previous studies by investigating every possible aspect related to employee performance 
in the private hospitals. Previous studies contributed greatly to this matter but looking at 
production companies, factories, etc, it seems then, that the studies were not particularly 
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concerned with the current problem since they gave a general idea and views to the study. 
These studies did not provide a solution on the problem under investigation. It was 
understood that the studies could be of importance to another problem which may be 
under investigation; this was because the studies did not provide solutions on the way in 
which to deal with the issue of employee performance in private hospitals in Kenya. This 
would be helpful in the current study if  solutions  on the  study  were  applied  in  general  
view  of  the  employees in any organization.  
 
2.4  Conceptual Framework 
Independent Variables 
 
  
 Dependent  
  Variable 
        
 
 
 
 
Figure 2.1 Conceptual Framework 
 
 
 
 
 
Training and 
Development 
Promotion 
Performance appraisal 
Motivation 
 
Performance 
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2.5  Operationalization of Research Variables 
2.5.1 Training and Development 
Training is the process of equipping the employees with better and more knowledge and 
skills on how to conduct their job task functions more effectively.  Training leads to 
building of employees’ confidence in their respective tasks and they also tend to feel 
more empowered and recognized when carrying out their tasks.  Training and 
development greatly determines the level of job enrichment of their employees.   
For this research, the Training and development variable was measured through a four-
point Likert scale. The questions asked ranged from; employee attitude towards training 
and development, whether training and development yields any benefits, if they felt any 
impact after training and development, and finally their confidence on ability to perform 
their tasks well after training and development. The four-point Likert scale had answer 
choices ranging from; Strongly Agree, Agree, Disagree, and Strongly Disagree.  
 
2.5.2 Promotion  
Employee promotion is the process of giving an employee a senior post than the one he/ 
she has been working in.  Promotions, at times, makes the employees feel that the 
organization has recognized his/her efforts in the organization which may also result to 
job enrichment of the employees.  Promotion greatly assists in maintaining a highly 
motivated work force in an organization.  Promotion, in this research, was also measured 
by a four-point Likert scale, with answer choices ranging from; Strongly disagree, 
Disagree, Agree, to Strongly Disagree. Closed questions that shall be asked included, if;  
i. Promotions in the department you work in are fair and results oriented 
ii. Promotion of employees affects the employee performance in the hospital. 
iii. Promotions in my department are done on merit 
iv. Promotion in my organization is done on merit 
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2.5.3 Motivation  
Motivation increases organizational performance through its employees.  Motivation 
refers to drives, enticements, inducements, needs and rewards that employees use to 
obtain certain goals.  This was also measured by the use of a four-point Likert scale, with 
the answer choices ranging from; Strongly Agree, Agree, Disagree, and Strongly 
Disagree. The questions are designed to capture employees’ views towards the extent to 
which they feel that being motivated in the workplace improves their job performance. 
The questions also want to help the researcher understand if the employees felt motivated 
or demotivated in their current working environment.  Questions asked included, if; 
i. Motivation is a determinant  of employee performance   
ii. Most employees are highly motivated 
iii. Most employees are moderately motivated 
iv. Majority of employees are demotivated 
 
The questions were designed to also help understand the reasons as to why some 
employees would leave their current organization if an opportunity arises elsewhere. 
  
2.5.4 Performance Appraisals  
Performance appraisal and employee recognition through rewards result in continuous 
improvement in provision of care/service.  Performance appraisal and rewards go hand in 
hand because one complements the other.  Salary increments and/or bonuses can be 
termed as rewards given following favourable performance appraisal or performance 
review.  Attitudes towards performance Appraisal was also measured using a four-point 
Likert scale with same choices of responses: Strongly Agree, Agree, Disagree, and 
Strongly Disagree.  Respondents gave their views through answering questions asked 
such as, if;  
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i. My performance appraisal is done objectively and constructively 
ii. Performance appraisal should be used as a means of rewarding of employees 
iii. I get support for Training and development needs identified during my 
Performance appraisal. 
 
2.6  Chapter summary 
All the responses in the above chapter were measured by the four-point Likert scale. This 
helped in the transformation of answers into numerical form, was then measured through 
statistical tools and presented in graphs and charts for easier interpretation. This also 
made it easier to test for validity. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
 
3.0 Introduction 
This chapter provides a systematic description of the research methodology that was used 
in the current study under investigation.   The methodology used in the research study 
included research design, target population and its sample size and the method and 
procedures of data collection. 
  
3.1  Research Design                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                
Research design is a plan/ strategy of carrying out investigation with an aim of obtaining 
responses to research questions and control variance, Ogula (2005).  Additionally, a study 
design is the action plan the researcher embraces for answering the research questions 
and it sets up the framework for study or is the blueprint of the researcher (Kerlinger, 
1973).  Descriptive research design seeks to describe phenomena with the ultimate desire 
to answer the research question.  It is a scientific method which involves observing and 
describing the behavior of a subject without influencing it in any way, in order to get a 
general overview about the subject of investigation.   The researcher used descriptive 
design with individual survey of factors relating to problems and explored the status of 
the factors used.  The variables were training and development, promotion, motivation 
and performance appraisal.   
 
The study adopted a descriptive research design which enabled the researcher to gather 
information from the employees, who were the target population. The target population 
was 152 and stratified random technique was used to arrive at a sample size of 100. 
Questionnaires were used to collect Data which was analyzed both quantitatively and 
qualitatively.  
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3.2  Target   Population 
According to Ogula, (2005), a population refers to any group of institutions, people or 
objects that have common characteristics. The target population for this study will be 100 
employees, constituting of the employees at all levels, at the Aga Khan University 
Hospital, Nairobi, as per table 3.1 below. 
Table 3.1: Target Population  
Category Target population Percentage 
Senior Management 15 15 
Middle Level Management 30 30 
Other staff members  55 55 
Total 100 100 
Source:  Researcher (2017) 
 
3.3 Sample and Sampling methods 
A sample is a smaller group or sub-group obtained from the accessible population 
(Mugenda and Mugenda, 1999). This subgroup was carefully selected so as to be 
representative of the whole population with the relevant characteristics.  A sample can 
also be defined as that part of the population which will be selected for observation and 
analysis.  Each member or case in the sample is referred to as subject, respondent or 
interviewee. Sampling is a technique or process choosing a sub-group from a population 
to participate in the study (Ogula, 2005). It is the process of randomly selecting a number 
of individuals for a study in such a way that the individuals selected represent, in all 
aspects, the larger group from which they were selected. The study applied random and 
convenient sampling procedures to obtain the respondents for questionnaires.  This 
method enabled the researcher source information from different people who were 
representatives of the larger population. 
The sample frame of the study included a representative sample of the individuals 
working at the AKUH, N.  At least 30% of the total population is representative (Borg 
and Gall, 2003). Thus, 30% of the accessible population is enough for the sample size. 
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Table 3.2 Sample size 
Level in Management Target 
Population 
Sample size 
Senior Management 15 4 
Middle level management 30 10 
Other Staff Members  
(doctors, Nurses, allied health staff 
and subordinate/ support staff 
 
55 
 
16 
Total 100 30 
Source: Researcher (2017) 
 
3.4   Data Collection Instruments 
The researcher used self-administered questionnaires for data collection.  According to 
Fraenken & Wallen (2000), a questionnaire is a list of questions that each participant in a 
survey answers in writing or by making answers on an answer sheet.  The questionnaires 
allowed for easy collection of data within a short period of time. Questionnaires consisted 
of closed questions, which were sent to respondents to seek information from them and 
later tabulated and subjected to a statistical manipulation under the study.  Closed 
questionnaire enhanced easy analysis of the data. The respondents were required to select 
the answer that best described their response.  
The questionnaires were structured into two sections.  Section one required respondents 
to provide demographic information while the section two comprised of questions on the 
variables and how they affected their performance.  The questions in the questionnaire 
were preceded by a short introduction section assuring respondents of confidentiality. 
 
3.5 Pilot Study 
The objective of the pilot testing is to establish the validity and reliability of the research 
instruments and hence enhance face validity (Joppe, 2000). However, due to time 
limitation, a pilot study was not feasible for this study. The targeted number of 
respondents for the actual research was also small, and would have conflicted at the time 
of handling the data sets for the pilot and actual study.   
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The pilot study would also have meant having to request for participation by the same 
respondents during the main study.  For these reasons, the researcher feared that some 
respondents, who would have participated in the pilot study would and decline/ fail to 
participate again in the main study due to short notice. In a study about the advantages 
and disadvantages of pilot studies, Nakazwa (2011) concluded that pilot studies often 
lead researchers into erroneous conclusions in the main study. In the research done by 
Nakazwa (2011), findings indicated that 88% of sampling distribution deviates from the 
population value by more than 100%, and 77% deviates by more than 200. Thus, 
researchers may often be led to believe that the estimated effect size would be larger than 
a medium effect, and they may often be led to believe that the effect was either 
practically null or a small effect in the opposite direction (Nakazwa, 2011). 
 
3.5.1 Reliability 
Reliability is concerned with the question of whether the results of a study are repeatable.  
It is the point at which a research instrument yields consistent results or data after 
repeated trials. If a researcher runs a test to a subject twice and gets the same score on the 
second administration as the first test, then the instrument is reliable. (Mugenda & 
Mugenda, 1999).  A construct composite reliability co-efficient (Cronbach alpha) of 0.6 
or above, for all the constructs will be considered to be adequate for this study. The 
acceptable reliability coefficient is 0.6 and above (Carmines & Zeller, 1997). Cronbach 
Alpha will be used to test the reliability of the research instrument 
3.6 Data Collection Procedure 
Upon getting clearance from the management, the researcher sent out emails with the 
attached questionnaire to the sampled individuals who had been identified.  More 
questionnaires were printed and distributed to the respondents who had no easy access to 
computers. 
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3.7 Data Analysis and presentation 
After gathering data, all questionnaires were adequately checked for reliability and 
clarification.  The data was analyzed using quantitative and qualitative techniques. 
Descriptive methods such as mean, median, standard deviations, and variance were 
employed and data presented in the form of frequency distribution tables and charts that 
facilitated description and explanation of the study findings.  The researcher recorded the 
findings by use of graphs and tables. 
3.8 Ethical Considerations 
During a research study, and for purposes of gathering the most accurate feedback from 
respondents, they must feel protected to alleviate the fear of being identified.  Participants 
in this research did so, on a voluntary basis. 
 
 3.8.1 Informed Consent:   
Informed consent is the right of every individual when participating in research 
(Couchman and Dawson, 1990).  Therefore, it is not an aspect that can be ignored or 
denied to the individual.  During this study, no respondent requested to sign a consent.  
 
3.8.2 Voluntary Participation.   
No employee was coerced or forced to participate in the study.  Participation was purely 
on voluntary basis.    
3.8.3 Confidentiality   
All information collected via the questionnaires was treated with utmost confidentiality 
as clearly indicated on the covering letter that went out with the questionnaire. 
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3.9   Chapter Summary 
This chapter provides the research methodology applied in the study of effect of HR 
practices on employee performance at AKUH, N.  Employees at all levels were included 
in the study. Data collection was done through self-administered questionnaires, which 
were distributed by the researcher. Data collected through the questionnaires was 
analyzed and presented using tables, percentages and graphs. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSIONS 
4.0 Introduction 
The chapter gives the analysis of the study findings which were collected and evaluated 
by the researcher by use of quantitative and qualitative methods to enable better 
understanding of the study findings. 
4.1  Presentation of Research Findings 
4.1.1  Response Analysis  
Table 4.1 Response Analysis  
Response  Frequency Percentage 
Response  30 93.75 
No Response  2 6.25 
Total 32 100 
Source:  Researcher (2017) 
Figure 4.1 Response Rate 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
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Table 4.1 and figure 4.1 indicate the response that was received from the field.  93.75% 
of respondents responded and returned the questionnaires while 6.25% of the respondents 
did not respond. 
 
4.1.2  Gender Response  
Table 4.2 Gender Response  
Responses Frequency percentage 
 Male 16 53.33 
 Female 14 46.67 
 Total 30 100.00 
 Source: Researcher (2017) 
 
Figure 4.2 Gender Analysis 
 
 
 
Source:  Researcher (2017) 
 
 
 
 
 
 
Source: Researcher (2017) 
Table 4.2 and figure 4.2 give a summary and analysis of respondents in gender.  53.33% 
of the respondents were male while the others, 46.67%, of the respondents were female.  
The male represented a higher percentage of the total respondents. 
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4.1.3  Age Analysis   
Table 4.3 Age Analysis 
Responses Percentage Frequency 
18 – 27 years - 0 
28 – 37 years 43.33 13 
38 – 47 years 26.67 8 
48 – 57 years 26.67 8 
58 years and above 3.33 1 
Total 100.00 30 
Source:  Researcher (2017) 
 
Figure 4.3:  Analysis of respondents in Age. 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Table 4.3 and figure 4.3 give a summary of analysis of respondents in age.  There were 
no respondents in the ages of between 18-27 years.  There were 13 respondents (43.33%) 
aged between 28-37years, 8 respondents (26.67%) aged between 38-47years, and another 
8 respondents (26.67%) were aged 48-57years.  The remaining 1 respondent (3.33%) was 
aged from 58years and above. 
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4.1.4 Highest Education Level  
Table 4.4 Highest Education Level  
Responses Frequency Percentage 
Secondary 0 0 
College Diploma 8 26.67 
University 22 73.33 
Total 30 100 
Source:  Researcher (2017) 
Figure 4.4:  Analysis of level of education 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Table 4.4 and figure 4.4 give an analysis on responses on educational level/qualifications. 
The researcher considered having the minimum level of education at Secondary school 
level to accommodate everybody in this research.  There was a 26.67% response from 
College Diploma holders. There was a response of 73.33% from University degree 
graduate holders.  Majority of respondents are University degree holders followed by 
College diploma certificate holders.  None of the respondents were secondary school 
certificate holders.   
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4.1.5 How long have you worked for this institution  
Table 4.5 Number of years of working at the institution  
Number of years Responses Frequency 
0-1 Year 0 0.00 
1-5 years 5 16.67 
5-10 years 12 40.00 
11 years and over 13 43.33 
Total 30 100.00 
Source:  Researcher (2017) 
 
Figure 4.5:  Analysis of number of years worked in the institution 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
 
 
 
Source:  Researcher (2017) 
 
Table 4.5 and figure 4.5 summarise the responses on how long the respondents had 
worked at AKUH, N.  From the data collected, 16.67% of the respondents had been in 
employment for between 1-5 years, 40% had been in employment for 5-10 years while 
43.33% had worked at AKUH, N for more than 11 years. 
 39 
 
 
4.1.6 Current level of Management 
 
Table 4.6 Current level of Management 
What is your current level of management? 
Responses Frequency Percentage 
Senior management 2            6.67  
Mid-level management 15          50.00  
Staff member 13          43.33  
Total 30        100.00  
Source:  Researcher (2017) 
Figure 4.6:  Current level in management 
 
 
 
 
     
      
      
      
      
      
      
      
      
      
      
      
      
      Source:  Researcher (2017) 
 
Table 4.6 and figure 4.6 indicate that 6.67% of the respondents are in Senior 
Management, 50% of the respondents in middle level management and 43.33% of the 
respondents are staff members/ subordinates/support staff.
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4.1.7 Performance Appraisal 
Table 4.7:  My performance appraisal is done objectively and constructively 
Responses Frequency Percentage 
Strongly Agree 5 16.67 
Agree 18 60.00 
Disagree 6 20.00 
Strongly Disagree 1 3.33 
Total 30 100 
Source:  Researcher (2017) 
 
Figure 4.7:  Analysis of whether performance appraisal is done objectively and 
constructively 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Table 4.7 and figure 4.7 indicate that 16.67% of the respondents strongly agreed that their 
performance appraisal is done objectively and constructively, 60% were in agreement of 
the same while 20% and 3.33% did not agree that their appraisals are done objectively 
and constructively. 
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Table 4.8:  Performance appraisal should be used as a means of rewarding of 
employees  
Responses Frequency Percentage 
Strongly Agree 12 40.00 
Agree 14 46.67 
Disagree 4 13.33 
Strongly Disagree 0 0.00 
Total 30 100 
Source:  Researcher (2017) 
Figure 4.8: Analysis of Performance appraisal should be used as a means of 
rewarding employees. 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Table 4.8 and figure 4.8 present an analysis of the findings on whether performance 
appraisal should be used as a means of rewarding employees.  Majority of employees, 
totaling 86.67% agreed that performance appraisal should be used as a means of 
rewarding employees.  This implies that they are confident with their performances, 
meaning they work hard to deliver.  However, 13.33% of the respondents did not agree 
that performance appraisal should be used as a tool of rewarding employees.  
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According to Sels et al (2013), the overriding effort of performance appraisal is to 
increase motivation and employees self-esteem.  Therefore, if performance appraisal is 
used as a tool of rewarding employees, then it will lead to motivation and employees are 
likely to thrive in their performance. 
Table 4.9:  I get support for Training and Development needs identified during my 
performance appraisal 
Responses Frequency Percentage 
Strongly Agree 3 10.00 
Agree 11 36.67 
Disagree 15 50.00 
Strongly Disagree 1 3.33 
Total 30 100 
Source:  Researcher (2017) 
Figure 4.9:  Analysis of support received for Training and development 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Table 4.9 and figure 4.9 indicate that 10% of the respondents strongly agreed that they 
got support for training and development needs identified during performance appraisals. 
36.67% were also in agreement of the same statement.  On the other hand, 50% and 
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3.33% disagreed with the statement, which may mean that they never got any support for 
training and development needs identified. 
 
4.1.8 Training and Development 
Table 4.10:   Training and staff development affects employees’ performance 
 
Responses Frequency Percentage 
Strongly Agree 16 53.33  
Agree 12  40.00  
Disagree 2     6.67  
Strongly Disagree 0     -    
Total 30 100.00  
Source:  Researcher (2017) 
 
Figure 4.10:  Analysis of whether training and development affects employees’ 
performance 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Researcher (2017) 
 
   Source:  Researcher (2017) 
 
From table 4.10 and figure 4.10 above, 53.33% of the respondents strongly agreed that 
training and development affects employees’ performance.  40% of the respondents were 
also in agreement.  6.67% of the respondents did not agree with the statement, implying 
that they did not think/ feel that training and staff development can affect employees’ 
performance. 
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Table 4.11: Training is beneficial for purposes of enhancing employees’ job performance 
Responses Frequency Percentage 
Strongly Agree 18 60.00 
Agree 12 40.00 
Disagree 0 - 
Strongly Disagree 0 - 
Total 30 100.00 
Source:  Researcher (2017) 
 
Figure 4.11:  Analysis of whether training is beneficial for purposes of enhancing 
performance 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Table 4.11 and figure 4.11 indicate that 60% of the respondents strongly agreed that 
training is beneficial for purposes of enhancing performance.  40% of the respondents felt 
the same.  Interestingly, none of the respondents disagreed with the statement. The 
findings of this study are similar to the findings of Victor and Jonathan, (2013), in their 
study on training and manpower development, employee productivity and organizational 
performance.  The findings indicated a majority of respondents, 70%, agreed that training 
and manpower development enhanced their efficiency and job productivity.  There is 
therefore, a direct correlation between the independent variable and the Dependent 
variable 
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Table 4.12: Training and Development has impact on the employees’ performance 
Responses Frequency Percentage 
Strongly Agree 20           66.67  
Agree 10           33.33  
Disagree 0                -    
Strongly Disagree 0                 -    
Total 30         100.00  
Source:  Researcher (2017) 
Figure 4.12:  Training and Development has impact on employees’ performance 
       
       
       
       
       
       
       
       
       
       
       
       
       
       
Source:  Researcher (2017) 
Table 4.12 and figure 4.12 give interesting findings that 66.67% of all the respondents 
strongly agreed that training and development of employees has impact on their 
performance.  33.33% of the respondents were also in agreement. None of the 
respondents disputed this statement.  In a study conducted by Happiness & Michael 
(2014), they sought to determine the nature of the relationship between training/ 
development and organizational effectiveness.  They found out that there is positive 
relationship between training/ staff development and concluded that effective training is 
an investment in the human resources of an organization with both immediate and long 
range returns. 
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Table 4.13: I have the training and skills I need to do my job 
Responses Frequency Percentage 
Strongly Agree 16 53.33 
Agree 13 43.33 
Disagree 1 3.33 
Strongly Disagree 0 - 
Total 30 100.00 
Source: Researcher (2017) 
 
Figure 4.13:  Analysis of possession of required training and skills 
 
 
 
 
 
 
 
 
 
 
 
Source: Researcher (2017) 
Table 4.13 and figure 4.13 indicate that 53.33% of the respondents strongly felt they have 
the required skills and training for their jobs.  43.33% also agreed to the statement while 
3.33% did not agree to the statement.  
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4.1.9 Employee Promotion 
Table 4.14: Promotion of employees affects performance 
Responses Frequency Percentage 
Strongly Agree 10          34.48  
Agree 11          37.93  
Disagree 7          24.14  
Strongly Disagree 1            3.45  
Total 29        100.00  
Source:  Researcher (2017) 
 
Figure 4.14:  Promotion of employees affects performance 
 
 
 
    
     
     
     
     
     
     
     
     
     
     
      
 
Source:  Researcher (2017) 
The researcher sought to find out if promotion of employees affected their performance.  
The findings in table 4.14 and figure 4.14 clearly indicate that 34.48% of the respondents 
strongly felt that promotion indeed does affect performance of employees. 37.93% were 
also in agreement.  However, 24.14% and 3.45% of the respondents did not agree to this 
statement.  From the findings, majority of the respondents felt that promotion does indeed 
affect employees’ performance.   
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The findings of this research are closely related to the findings of Yaacob (2011) where 
he recommended that organisations can adopt promotions as rewards for highly 
productive workers. However, such promotions will only be an effective mechanism for 
eliciting greater effort if workers place significant value on the promotion itself.   
 
Table 4.15:  The promotions in the department you work in are fair and results 
oriented 
 
Responses Frequency Percentage 
Strongly Agree 4 14.29 
Agree 14 50.00 
Disagree 10 35.71 
Strongly Disagree 0 - 
Total 28 100.00 
Source:  Researcher (2017) 
 
Figure 4.15:  The promotions in the department are fair and results oriented 
 
 
 
 
 
 
 
 
 
Source: Researcher (2017) 
An analysis of whether promotions at department level are fair and results oriented 
indicate that 14.29% of the respondents strongly agreed that yes, the promotions are 
department level are fair.  50% of the respondents also agreed to the statement.  However, 
35.71% of the respondents disagreed with the statement that promotions at the 
department are fair and results oriented.  This is reflected in table 4.15 and figure 4.15 
above. 
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Table 4.16:  Promotions in my department are done on merit 
Responses Frequency Percentage 
Strongly Agree 3 10.34 
Agree 14 48.28 
Disagree 11 37.93 
Strongly Disagree 1 3.45 
Total 29 100.00 
Source: Researcher (2017) 
 
Figure 4.16: Analysis of whether promotions in the departments are done on merit. 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
 
Table 4.16 and figure 4.16 above analyse data on whether promotions department level 
are done on merit.  10.34% of the respondents strongly agreed with the statement whereas 
48.28% (highest number of respondents) were generally in agreement with the statement.  
On the other hand, 37.93% and 3.45% of the respondents did not feel that the promotions 
in their departments were done on merit. 
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Table 4.17:  Promotions in my organization are done on merit 
Responses Frequency Percentage 
Strongly Agree 0 - 
Agree 15 51.72 
Disagree 11 37.93 
Strongly Disagree 3 10.34 
Total 29 100.00 
Source: Researcher (2017) 
 
Figure 4.17:  Analysis of whether promotions in the organization are done on merit 
 
 
 
 
 
 
 
 
  
 
Source:  Researcher (2017) 
 
The researcher sought to find out the overall feeling of employees in as far as promotions 
in the organization were concerned.  The question was whether employees felt the 
promotions in the organization were done on merit.  As per findings in Table 4.17 and 
figure 4.17, none of the respondents agreed strongly with the statement.  However, 
51.72% of the respondents generally agreed to the statement, while 37.93% and 10.34% 
disagreed and strongly disagreed respectively, with the statement. 
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4.1.10 Employee Motivation 
Table 4.18:  Motivation is a determinant of employee performance 
Responses Frequency Percentage 
Strongly Agree 18        64.29  
Agree 10        35.71  
Disagree 0             -    
Strongly disagree 0             -    
Total 28      100.00  
Source:  Researcher (2017) 
 
Figure 4.18:  Analysis of whether motivation is a determinant of employee 
performance 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Table 4.18 and figure 4.18 above give an analysis of what respondents felt on the 
statement of whether motivation determines employees’ performance.  64.29% of the 
respondents strongly agreed with the statement while 35.71% generally agreed with the 
statement.  None of the respondents disagreed with the statement, a clear indication that 
employees need to be motivated since it determines their performance. 
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Table 4.19:  Most employees are highly motivated 
Responses Frequency Percentage 
Strongly Agree 1            3.70  
Agree 5          18.52  
Disagree 20          74.07  
Strongly disagree 1            3.70  
Total 27        100.00  
Source:  Researcher (2017) 
 
Figure 4.19:  Analysis of whether most employees are highly motivated 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Table 4.19 and figure 4.19 above give an analysis of whether most employees are highly 
motivated.  From the data collected, only 3.70% and 18.52% of the respondents felt that 
most employees are highly motivated.  However, the majority of the respondents, 74.07% 
and 3.70% disagreed and strongly disagreed, respectively, with the statement.  This 
implies that according to the respondents, majority of employees are not highly 
motivated. 
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Table 4.20:  Most employees are moderately motivated 
Responses Frequency Percentage 
Strongly Agree 0 0 
Agree 22 84.62 
Disagree 4 15.38 
Strongly disagree 0 - 
Total 26 100.00 
Source:  Researcher (2017) 
 
Figure 4.20:  Most employees are moderately motivated 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
From table 4.20 and figure 4.20 above, the data indicates that majority of respondents felt 
that employees are moderately motivated.  These were represented by 84.62% of the 
respondents.  15.38% of the respondents disagreed that most employees are moderately 
motivated. 
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Table 4.21:  Majority of employees are demotivated 
Responses Frequency Percentage 
Strongly Agree 3          11.11  
Agree 11          40.74  
Disagree 10          37.04  
Strongly disagree 3          11.11  
Total 27        100.00  
Source:  Researcher (2017) 
 
Figure 4.21:  Majority of employees are demotivated 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Table 4.21 and figure 4.21 above give an analysis on what respondents felt about the 
statement that majority of employees are demotivated.  11.11% and 40.74% of the 
respondents strongly agreed and agreed, respectively, to the statement.  On the other 
hand, 37.04% and 11.11% of the respondents disagreed with the statement. 
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4.1.11 Reasons why Employees frequently resign from this institution 
Table 4.22:  Better pay/ benefits offered by other employers 
Responses Frequency Percentage 
Strongly Agree 20 71.43 
Agree 7 25.00 
Disagree 1 3.57 
Strongly disagree 0 - 
Total 28 100.00 
Source:  Researcher (2017) 
 
Figure 4.22:  Analysis of whether employees resigned for better pay and benefits 
offered by other employers. 
 
Source:  Researcher (2017) 
The researcher sought to find out why employees frequently resigned from AKUH, N.  In 
order to gather the information, the researcher had statements, one of which was whether 
it was due to better pay/ benefits offered by other employers.  Table 4.22 and figure 4.22 
above give an analysis.  71.43% of the respondents strongly agreed that yes, employees 
resigned for better pay/ benefits; 25% of the responds also agreed on the same statement.  
Only 3.57% of the respondents did not agree that employees resign for better pay/benefits 
offered by other employers. 
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Table 4.23:  Lack of job satisfaction in their current jobs 
Responses Frequency Percentage 
Strongly Agree 5 17.86 
Agree 11 39.29 
Disagree 12 42.86 
Strongly disagree 0 - 
Total 28 100.00 
Source:  Researcher (2017) 
 
Figure 4.23:  Lack of job satisfaction in their current jobs 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Another possible reason for frequent resignations could be lack of job satisfaction.  The 
researcher therefore wanted to find out whether lack of job satisfaction led to 
resignations.  Data collected as per Table 4.23 and figure 4.23 above indicate that yes, 
17.86% of the respondents strongly agreed that lack of job satisfaction led to 
resignations.  39.26% of the respondents agreed to the statement while 42.86% of the 
respondents disagreed with the statement, implying that they did not think employees 
resign due to lack of job satisfaction. 
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Table 4.24:  lack of job security in their current position 
Responses Frequency Percentage 
Strongly Agree 2 7.14 
Agree 7 25.00 
Disagree 14 50.00 
Strongly disagree 5 17.86 
Total 28 100.00 
Source:  Researcher (2017) 
 
Figure 4.24:  Analysis of whether employees resign due to lack of job security  
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Sometimes, lack of job security in an organization can lead to resignations of employees. 
The researcher sought to find out if lack of job security contributed to resignations.  Table 
4.24 and figure 4.24 indicate that very few respondents (7.14%) strongly agreed with the 
statement.  Only 25% of the respondents agreed that employees could have resigned from 
employment due to lack of job security.  However, majority of the respondents, 50% and 
17.86% of the respondents disagreed with the statement.  This would mean that there is 
job security at AKUH, N and this is therefore, not a determinant of employees’ 
resignation. 
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Table 4.25:  Lack of career ladder 
Responses Frequency Percentage 
Strongly Agree 4 14.29 
Agree 19 67.86 
Disagree 4 14.29 
Strongly disagree 1 3.57 
Total 28 100.00 
Source:  Researcher (2017) 
 
Figure 4.25:  Analysis of whether staffs resign due to lack of career ladder. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
 
Sometimes in organisations where there is no career ladder or opportunities for growth, 
employees tend to resign from its employment.  The researcher sought to find out 
whether this could be a contributor to resignations.  From the data collected and analysed 
above in table 4.25 and figure 4.25, majority of the respondents accounting for 14.29% 
and 67.86% of the respondents indeed felt that lack of career ladder may have led to 
resignations.  The minority, 14.29% and 3.57% of the respondents did not agree with the 
statement.  This is an indication of a possibility of lack of career ladder in the 
organisation. 
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Table 4.26: Demotivation 
Responses Frequency Percentage 
Strongly Agree 5 17.86 
Agree 11 39.29 
Disagree 11 39.29 
Strongly disagree 1 3.57 
Total 28 100.00 
Source:  Researcher (2017) 
 
Figure 4.26:  Analysis of whether employees resigned due to demotivation 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
When employees are demotivated, they tend to resign from employment. The researcher 
sought to find out if employees resigned due to demotivation.  The table 4.26 and figure 
4.26 above give an analysis of the statement and what the respondents felt.  17.86% and 
39.29% of the respondents strongly agreed and agreed, respectively, that employees 
resigned due to demotivation.  On the other hand, 39.29% and 3.57% of the respondents 
did not think that employees resigned due to demotivation. 
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4.1.12 What is the greatest Employee motivation? 
Table 4.27:  Reward and compensation 
Responses Frequency percentage 
Strongly Agree 11 36.67 
Agree 12 40.00 
Disagree 6 20.00 
Strongly disagree 1 3.33 
Total 30 100.00 
Source:  Researcher (2017) 
 
Figure 4.27:  Analysis of Rewards and compensation as employees’ motivators 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
 
Table 4.27 and figure 4.27 gives an analysis of what the respondents felt as to whether 
their greatest motivation is rewards and compensations.  36.67% strongly agreed while 
40% of the respondents were also in agreement that their greatest motivation is rewards 
and compensation.  Only 23.33% of the respondents disagreed with the statement. 
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Table 4.28:  Opportunities for Personal development/ career progression 
Responses Frequency Percentage 
Strongly Agree 16 53.33 
Agree 11 36.67 
Disagree 2 6.67 
Strongly disagree 1 3.33 
Total 30 100.00 
Source:  Researcher (2017) 
 
Figure 4.28:  Analysis of whether opportunities for personal growth are a 
motivation to employees. 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Table 4.28 and figure 4.28 give data analysis on whether opportunities for personal 
growth are a source of motivation for employees.  From the data collected, 53.33% and 
36.67% of the respondents did agree that yes, opportunities for development are a 
motivation.  This covered the majority of the respondents.  Very few respondents, 6.67% 
and 3.33% disagreed with the statement.  It shows that employees get motivated when 
there are opportunities for personal growth at work. 
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Table 4.29:  Learning Opportunities 
Responses Frequency percentage 
Strongly Agree 15 50.00 
Agree 11 36.67 
Disagree 2 6.67 
Strongly disagree 2 6.67 
Total 30 100.00 
 
Figure 4.29:  Analysis of learning opportunities as a source of motivation for 
employees 
 
 
Source:  Researcher (2017) 
 
Opportunities for learning, to improve one’s skills, come in as motivators to employees.  
The researcher sought to find out whether the same was true at AKUH, N.  Table 4.29 
and figure 4.29 above give an analysis of the findings.  From the data, yes, majority of 
the respondents, 50% and 36.67% did agree that yes, learning opportunities are great 
motivators to employees.  However, 13.34% of the respondents did not agree with the 
same.  They did not feel that learning opportunities are motivators to employees. 
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Table 4.30:  Conducive working conditions 
Responses Frequency percentage 
Strongly Agree 17          56.67  
Agree 13          43.33  
Disagree 0               -    
Strongly disagree 0               -    
Total 30        100.00  
Source:  Researcher (2017) 
 
Figure 4.30:  Analysis of whether conducive working conditions motivates 
employees 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
 
Table 4.30 and figure 4.30 presents the finding of whether employees were motivated by 
conducive working conditions.  All respondents agreed that yes, conducive working 
conditions does motivate them.  None of them disagreed with the statement. 
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Table 4:31:  Involvement in change processes 
Responses Frequency Percentage 
Strongly Agree 12 40.00 
Agree 10 33.33 
Disagree 5 16.67 
Strongly disagree 3 10.00 
Total 30 100.00 
Source:  Researcher (2017) 
 
Figure 4.31:  Analysis of involvement in change process as a motivation to 
employees 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Researcher (2017) 
Being involved in organisations change process makes employees feel valued and 
motivated.  The researcher sought to find out if this was the case at AKUH, N.  Table 
4.31 and figure 4.31 above give the findings.  Majority of respondents, 73.33% agreed 
that being involved in change processes is a motivation to employees.  Very few 
respondents, 26.67% disagreed with the statement. It therefore, comes out clear, that 
whenever employees are involved in any change processes, they feel motivated.  
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4.2 Limitations of the Study 
4.2.1 Uncooperative Respondents  
Some of the targeted respondents were reluctant to participate in the research for fear of 
being implicated.  The fact that the researcher is an employee in the administration 
department made some researchers not want to participate for their own personal fears of 
implications.  Some respondents blatantly felt that the researcher was being used by 
management to get information from them.  To mitigate this limitation the researcher 
showed her covering letter which clearly indicated the research was for academic 
purposes. 
  4.2.2 Confidentiality  
Confidentiality and sensitivity of the research study may have also been a limitation since 
many respondents may withhold information due to high level of suspicions and loss of 
trust where they may think that the study aims to use the findings against their job 
undertakings.  To overcome the limitation the researcher reassured the respondents that 
the research was for academic purposes.  
4.3 Chapter Summary  
In this chapter, the Researcher has collated the data and tabulated the findings in tables 
and made graphical presentation of the findings.  The analysis of the study findings 
which were collected have been evaluated and presented in graphs for better 
understanding of the study findings. 
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
 
5.0 Introduction  
The purpose of the study was to discover the effect of Human Resource practices on 
employees’ performance in Private Hospitals.  In this chapter, the researcher will give the 
summary of the findings, the conclusion and the recommendation of how to best achieve 
quality services from hospital employees, what motivates employees and the specific 
practices that affect the performance of employees.  Suggestions for further research has 
been given in order to shed light on the key areas which need more research to be 
conducted to bring about clarity on matters which may not have been researched on.  
5.1 Summary and Findings 
5.1.1 How does Training and Development affect employee performance at 
AKUH, N 
The findings from this research indicated that training affects employee performance. 
73.33% of the respondents agreed that training and development does affect the 
performance of employees.  All the respondents, 100%, did also agree that training is 
beneficial for purposes of enhancing employees’ performance.  Employing and retaining 
employees who possess the relevant/ required training and skills enhances employee 
performance.  In this study, 97% of the respondents indicated that they did possess the 
required skills and training to perform their jobs.  100% of the respondents did agree that 
training and development of employees does enhance their performance.  This will also 
ensure that employees are well equipped with the necessary skills and training to perform 
their tasks.    
 
The findings in this study agree with James & Daniel (2014) whose findings in their 
study were indicative of a strong positive relationship between training of employees and 
performance. 
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5.1.2 To what extent does Promotion of staff affect employee performance at 
AKUH, N? 
From the data collected and analysed, 72% of the respondents felt that promotion affects 
performance of employees.  65% of the respondents also felt that promotions done at 
their department were fair and results oriented.  However, 58% felt that the promotions 
were not done on merit.  Promotion without merit has been identified as a weak area in 
the organization.  While some respondents felt that promotion affects their performance, 
others felt that promotion had no impact at all on the performance of employees.  
However, hardworking s employees need to be recognized and promotion can be one way 
of recognizing hard working and long serving employees.   
 
From a study carried out by Raja (2011), his findings alluded that there is a direct 
connection between promotion and employees’ performance, which is comparable to 
organizational performance. One of the conclusions from the study was that employers 
are under obligation, by Law, to practically evaluate performance, compensate employees 
maximally and promote the hard working and deserving workers (Raja, 2011).   
  
5.1.3 How does Motivation help improve employee performance at AKUH, N? 
From the data collected and analysed, 100% respondents agreed that motivation does 
determining employee performance.  However, 78% of the respondents felt that majority 
of employees are not highly motivated; implying moderately motivated as reported by 
85% of the respondents.  The management here is challenged to identify what it is that 
motivates their employees and work towards improving the same.  From the research 
questions that were used to collect data, other areas that motivate employees have been 
identified, e.g. rewards and compensation, opportunities for growth and development, 
career growth, conducive working conditions and involvement in the change processes.  
The organization can use any of these to enhance motivation amongst its employees.   
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The findings of this research do agree with the findings of Shadare (2009), who felt that 
motivation is one of the most important factors that influence organizational performance 
as it enables managers to intensify effective job management amongst employees in 
organisations.   A research by Owusu (2012) about effects of motivation and employee 
performance among banking employees had similar conclusions as this research; that 
employees perform best when motivated.  This motivation can come in different 
packages such as promotion, pay rise, etc. 
 
5.1.4 How does performance appraisal impact on employee performance AKUH, 
N? 
From the data collected in this research, the majority of the respondents, 77%, were 
positive that their performance appraisals are done objectively and constructively.  87% 
of the respondents also agreed that performance appraisals should be used as a means of 
rewarding employees.  This indicates that the employees are confident that they are 
competent in their work and if performance appraisals were used to reward them, then 
they would thrive.  However, there is indication that even after performance appraisals, 
employees do not get support in improving their identified areas of need.  Be it in form of 
continuous training and development, management should have a system of supporting 
employees in their areas of need.   
 
The findings of this study are in tandem with the findings of Marwat, Qureshi & Ramay 
(2009), who, from their study about the effects of human resource practices on 
employees’ performance in the Pakistani’s Telcom sector, concluded that among other 
HR practices, performance appraisal was positively correlated with employee 
performance and had a correlation. Hassan (2016), also concluded, from his study, that 
performance appraisal is positively correlated to employee performance. 
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5.2  Conclusion  
The HR practices, in any organization, are the drivers of a good workforce in an 
organization and the respondents indicated that HR practices in an organization, at all 
times, determine the extent of employees’ performance. The HR practices determine the 
strategies to be put in place for effectiveness of the process.  
In regard to training of the employees in private medical institutions, it is a major 
contributor to enhanced performance by employees.  The organization should take it 
upon itself to facilitate training for the needy employees to enhance their skills so they 
can improve on their performance and also double up as a motivation to the employees.   
There should be some kind of non-monetary methods of motivating employees.  For 
example, involvement in any change/ processes in the organization, facilitating conducive 
working environment, etc.  This will keep them conscious and alert and eventually, 
enhance their performance.   
Training and development of employees is a must for motivation and improving 
performance.  It will also enhance retention of skilled staff. 
5.3 Recommendations 
The findings indicated diverse opinions from the employees.  From the findings, it is 
recommended that the organization management should continue with its initiative to 
train its employees to make them better workers.  The organization management should 
come up with a training plan which will indicate who, when and how to be trained. 
Training will assist/enhance skills in business analysis, planning and control. It is also 
recommended that the organization should identify methods of motivating its employees 
and this motivation does not necessarily have to be in monetary terms.   
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5.3.1  Employee Training & Development 
In as much as most of the respondents felt they possessed the relevant training and skills 
to do their jobs, the organization should maintain and improve the strategy of training and 
development by offering continuous training of its employees.  The management should 
have a programme whereby employees get support in areas of weakness identified during 
their appraisals.  Some of these needs can be remedied through short courses which will 
help them enhance their skills.  From the findings, it is recommended that the 
organization should have a policy or guideline which covers/addresses training and 
development needs for employees.  Criteria for support in training for staff needs to be 
laid down and as much as possible followed. 
 
From the findings, all the respondents have been at AKUH, N for more than 5 years, 
indicating that they, in one way or the other, enjoy working there.  There seems to be 
some sort of job security for the employees.  It is evident from the findings that 
employees at AKUH, N are yearning for learning opportunities as their motivation.  
Therefore, supporting their training and development needs would enhance performance 
and retention of employees.  The employees will feel appreciated and hence motivated. 
 
5.3.2 Promotion 
All promotions should be done on merit.  Promotion should not be based on how an 
employee relates to their superiors.  Once promotion is done on merit, then all employees 
stand an opportunity of getting promoted and therefore, better work output, improved 
margins leading to improved compensation and rewards, which will ultimately lead to a 
motivated worker.  Management should develop career ladders that will enhance 
promotion. Job enrichment and job enlargement can also be an avenue of giving 
employees more responsibilities without necessarily calling it a promotion.  On this note, 
it is recommended that management should develop a criteria for promotions at the 
departments and institution-wide, which should be merit-based. All these will create 
opportunities for growth in the organization.  
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5.3.3 Motivation 
Management should identify other ways of motivating staff apart from compensation. 
Offering employees financial assistance to progress in their career can be a great 
motivator.  Other ways of motivating employees includes creating internal learning 
opportunities, creating conducive working conditions, job enrichment and job 
enlargement.  Giving employees more responsibilities makes them feel appreciated and 
hence, improves their motivation. 
 
5.3.4 Performance Appraisals 
These should clearly be used as a means of rewarding employees.  This will ensure all 
employees work towards good performance ratings during appraisals.  Performance 
appraisals may in one way or the other bring in competition amongst employees which 
will lead to improved performance.  Management should however, facilitate training for 
employees especially in their weak areas as identified during appraisals.  This will give 
the appraisal process more meaning. 
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APPENDIX 1 
 
Specimen letter to Respondents 
 
 
24/04/2017 
 
………………………. 
 
………………………. 
 
………………………. 
 
Dear Respondent, 
 
Re: Survey Questionnaire 
 
I am a student at the Management University of Africa, pursuing a Bachelors’ Degree 
course in Management and Leadership. 
 
As per the course requirement, I am carrying out a research on Effect of Human Resource 
Practices on Employee Performance in Private Hospitals, (A case of The Aga Khan 
University Hospital, Nairobi). 
 
I am pleased to inform you that you have been selected as one of the respondents in this 
survey.  Attached is a questionnaire aimed at gathering information, which will be vital 
for the above research. All the information provided will only be used for academic 
purposes only for the purpose of this survey. 
 
Your participation in this survey is highly appreciated. 
 
Yours faithfully, 
 
 
 
Joyce N. Gitau 
BML/9/00265/3/2014 
MANAGEMENT UNIVERSITY OF AFRICA 
 
 78 
 
APPENDIX II 
 
QUESTIONNAIRE 
 
Please tick within the boxes and fill the structured questionnaire with applicable answers. 
Personal Information 
 
1. Gender 
Male  
Female 
 
2.  Age 
18-27 yrs 
28-37yrs  
 38-47yrs  
 48-57yrs  
58 and Above   
 
3.  Highest Level of Education  
Secondary 
College Diploma  
University 
 
 
4. How long have you worked for this Institution? 
 
a) 0 – 1 years 
b) 1 – 5 years 
c) 5 – 10 years 
d) 10 years and over 
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5. What is your current level of management? 
 Senior Management 
 Mid-level Management 
 Staff member 
 
6. Performance appraisal  
Please indicate the extent to which you agree with the following statements: 
 
7. Training and Development 
Please indicate the extent to which you agree with the following statements: 
 
 Strongly 
Agree 
Agree Disagree Strongly 
disagree 
My performance appraisal is done 
objectively and constructively 
    
 
Performance appraisal should be 
used as a means of rewarding of 
employees 
    
 
I get support for Training and 
development needs identified during 
my Performance appraisal. 
    
 Strongly 
Agree 
Agree Disagree Strongly 
disagree 
Training and staff development affects 
employees’ performance 
    
 
Training is beneficial for purposes of 
enhancing your job performance 
    
 
Training & development of employees 
has impact on the Employees’ 
performance in the hospital. 
    
 
I have the training and skills I need to do 
my job. 
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8.  Employee Promotion   
 Please indicate the extent to which you agree with the following statements: 
  
9. Motivation  
Please indicate the extent to which you agree with the following statements: 
 
 
 
 
 
 
 
 
 Strongly 
Agree 
Agree Disagree Strongly 
disagree 
 
Promotion of employees affects the 
employee performance in the hospital. 
    
 
The promotions in the department you 
work in are fair and results oriented 
    
 
Promotions in my department are done 
on merit 
    
 
Promotion in my organisation is done 
on merit 
    
 Strongly 
Agree 
Agree Disagree Strongly 
disagree 
 
Motivation is a determinant  of 
employee performance   
    
 
Most employees are highly motivated 
    
 
Most employees are moderately 
motivated 
    
 
Majority of employees are 
demotivated 
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b) Employees frequently resign from this Institution due to: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
c) As an employee, my greatest motivation is: 
 
 Strongly 
Agree 
Agree Disagree Strongly 
disagree 
 
Better pay/benefits offered by 
other employers   
    
 
Lack of Job satisfaction in their 
current jobs   
    
 
Lack of job security in their 
current position  
    
 
Lack of career ladder 
    
 
Demotivation 
    
 Strongly 
Agree 
Agree Disagree Strongly 
disagree 
 
Reward and compensation  
    
 
Personal development/career 
progression  
    
 
Learning opportunities  
    
 
Conducive working conditions 
    
 
Involvement in any change process 
    
